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While the university graduate is valuable to a
corporation or an organization, he is expensive in
comparison with non-graduates. On one hand, he has
been taken as a powerful addition to the corporation's
human resources, on the other, he has been criticized
for frequent job-changing, which destroys good relations
and which results in quite a handsome loss on the
corporation's investment. The comment of the Appoint-
ments Officer of the University of Hong Kong illustrates
fully the idea of those who hold the latter view:
Many of the personal deficiencies found by em-
ployers in our graduates are no different from those
being described in similar groups in other parts of
the world.... The unrealistic aspirations, the
impatience for advancement, the urge to grasp autho-
rity before experience, and in more recent years,
the movement from one job to another on account of
indefinable dissatisfactions, are all familiarly
shared problems of young graduates.)
1Beryl R. Wright,.Be and The University- The
Universit of Hong Kong Appointment Services 1963-1970,
Hong Kong University Press, Hong Kong, 1971), p.7.
5What has this to do with business?
The significance of this problem lies in the
fact that what graduates do on leaving university has
changed considerably in the past with industry and
commerce entering the recruitment field in force or,
to put it differently, more and more graduates are
making their best efforts to go into these areas. These
will continue to be the growth areas for graduate employ-
ment. EXHIBIT I and EXHIBIT II well illustrate this fact.
As B.R.Wright puts it:
The traditional professions are still very attract-
ive to students in their earlier years in the
university but as graduation approaches, for many,
the familiar world of classrooms and examinations
palls. The new vocational fields, in their ever
growing variety, in commerce and industry, are
the ones that offer new experiences, and as stu-
dents often say, the means of 'meeting many new
kinds of people' and, hopefully, opportunities
for travel.
It is in these modern occupational areas that
the new attractions lie, that novel challenges
are to be met and where competition is greatest.
These are the areas in which tests of personal
potential in the subtle dimensions beyond those
of intellectual attainment are most searching.
They are also the areas in which the biggest
expansion of graduate employment will occur.'
1 Ibid, p.8.
6EXHIBIT I
DISTRIBUTION OF GRADUATES OF HONG KONG UNIVERSITY IN
OCCUPATIONAL FIELDS
Occupational Fields 1967 1968 1969 1970
in non-Gov't
Schools or
Universities 36.8% 34.5% 29.9% 24.5%Teaching
.in Government
Schools 5.9 6.4 1.9 1.9
Civil Service
in other
Departments 15.0 14.1 17.5 24.0
Commerce Industry 20.8 24.5 34.0 34.5
Further Studies 19.8 19.7 16.7 15.6
Housewife. Unemployed 1.7 0.8 N.2 N.A
SOURCE: AppointmentfService, The Universtiy of Hong Kong.
7EXHIBIT II
DISTRIBUTION OF FIRST-DEGREE GRADUATES BY OCCUPATIONAL
GROUPS IN BRITAIN
Academic Public Industry Other
university services fields
andand (excluding of
teaching education) CommPrrP employment
1961-62 1,900 1,265 5,250 900
1967-68 2,327 2,775 11,000 1,448
SOURCE: T. G. P. Rogers, The Recruitment and Training of
Graduates, (London: Institute of Personnel
Management, 1970).
8While there is a growing tendencj for H.K.U.
graduates to go into business field, we can see that it
is also the direction of growth of graduate employment
in Britain. It would not be unreasonable to assume
that it is the case in other places as well. Bearing
this in mind, the importance of looking into the problem
of job mobility of graduates in the business sector is
obvious.
So far, there has been no study on job mobility
of university graduates in Hong Kong, not even one by
the Appointments Service of the University of Hong Kong.
As such a study might help to get a true picture of the
problem as well as to discover other information related
to mobility among graduates, it would be very useful to
management in Hong Kong as a whole. The present study
by the writer is a first attempt of its kind, which
hopefully would stimulate further studies in this area.
This study is intended to explore whether there
really is job mobility among graduates of the University
of Hong Kong. If there is, then:
How intensive is the movement? Does it constitute
9a real problem? Has job mobility increased or
decreased in recent years?
Have age, marital status, sex, or field of study
in university anything to do with job mobility?
What are the primary motives for job change? If
it is dissatisfaction, what kinds of dissatisfact-
ion?
How does the salary of those who move compare with
the salary of those who stay on with a company? Is
salary the only motivator for job change?
CONCEPTUAL SETTING
It is a truism, but an important one, that most
adult men, and many women, spend the largest single
segment of their lives at a job. The quality of their
experience at work thus becomes a large part of the
quality of their experience of life.
Much of the commentary and systematic inquiry
into the effect of the job on the individual may, for
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convenience, be grouped into three general categories:
(1) the personal goals which are present on the
job
(2) the social identification which the job pro-
vides
(3) affective feelings on the job.
In the following sections, the writer will make a
brief review of each of these aspects.
(1) PERSONAL GOALS IN WORK
In discussing aspects of alienation which is
characteristic of people in modern society, sociolo-
gists have pointed to several phenomena which are
closely related to the presence or absence of personal
goals.1 M. Seeman clarified the somewhat vague concept
of self-estrangement as referring essentially to the
inability of the individual to find self-rewarding
activities that engage him.2 In dicussing alienation
-L 1 The concepts relating to alienation discussed
here are only those which are relevant to the presence
or absence of personal goals.
2M. Seeman, On the Meaning of Alienation
American Sociological Review, 24(1959), 783-791.
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in industry, Robert Blauner writes of self-estrange-
ment as a state where work becomes primarily instru-
mental, a means toward future considerations rather than
an end in itself.' Self-estrangement, Blauner writes,
is experienced as monotony, a heightened awareness of
time(clock-watching), and detachment. Its opposite
is interest and involvement in the work.
A related aspect of alienation, discussed by
D. G. Dean, is purposelessness, an absence of values
that might give purpose or direction to life.2
Another relevant aspect of alienation dicussed
by sociologists Seeman, Dean, and Blauner is
meaninglessness. Because of the division of labor
which occurs in large work organizations, the individ-
ual may not see, or may disparage, the contribution
which his particular work makes to some larger product
Robert Blauner, Alienation and Freedom: The
Factory Worker and His Identity,--(Chicago: University
of Chicago Press, 1964), p.26.
2
D. G. Dean, Alienation: Its-Meaning and
Measurement, American Sociological Review, 26, No.5(October, 1961T-,--753-758.
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or effort. The result is that the employee may lack a
sense of purpose in his work, or, as pointed out by
many other observers, lack of felt social purpose in
doing a specialized job which is only a small part of
a complex whole.
Whereas sociologists have discussed lack of
felt purpose and personal goals in the job as aspects
of alienation, many psychologists have been interested
in some of the same problems and discussed them under
the heading of job motivation.l The interest in
alienation stems mainly from a concern over the well-
being of individuals( and is often critical of modern
A. Zaleznik, C.R.Christensen and F. Roethlis-
berger, The Motivation, Productivity and Satisfaction
of Workers: A Prediction Study, (Boston, Mass.:Harvard
Business School, 1958).
F. Hertzberg, B. Mausmer, and B. Snyderman,
The Motivation to Work(2nd ed.), (New York: John Wiley
Sons, Inc., 1959).
R. Likert, A Motivational Approach to a Modi-
fied Theory of Organization and Management, Modern
Organization Theory, ed. Mason Haire, Wiley ons n (New York: John
c. __1959).
S. W. Gellerman, Motivational and Productivity,
American Management Association, 1963.
V. H. Vroom, Work and Motivation, (New York:
John Wiley Sons, Inc., 1964)_0
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society), while the interest in job motivation stems
from a management-oriented desire to get greater
efficiency on the job. However, the study of job
motivation, like the study of aspects of alienation,
is also concerned with the kinds of goals and purposes
which employees find in their work. The search for
ways to motivate employees to perform more efficiently,
in an era when management lacks its former coercive
power, has led in part to a concern over the same
personal goals, like achievement in work, as those
valued by social critics concerned with alienation.
(2) SOCIAL IDENTIFICATIONS WHICH THE JOB PROVIDES
A man finds his personal identity and sense of
belonging in the social roles which he plays.1 Al-
though family, community, and church associations have
been traditionally important, it is mainly a man's
D. Miller, The Study of Social Relationships:
Situation, Identity and Social Interaction, Psychology:
A Study of Science,Vol.5, ed. S. Koch. (New York:
McGraw-Hill Book Company. 1959) nn_ 61q-7-17
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work role that establishes his place in society.(If not
in the Chinese society, at least it is so in Western
society. We have to bear in mind that the graduates
under this study hold western cultural background, too),
The very names many westerners bear Smith, Miller,
Baker, Cook, Carpenter, etc. testify to the impor-
tance of work in setting a man's place in society.
Yet the individual often does not value his
membership in a work organization. Blauner calls this
social alienation, wherein the worker feels no sense
of belonging in the work situation and is unable to
identify or is uninterested in identifying with the
organization and its goals. On the other hand, he
says, membership in an industrial community involves
commitment to the work role and loyalty to one or more
centers of the work community. 1 Such a feeling of
true membership may help provide the sense of social
identity and belongingness which the individual needs.
The question of loyalty to the work organization is,
1Robert Blauner, Alienation and Freedom: The
Factory Worker and His Identity, (Chicago: University
of Chicago Press, 1964, p 24.
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of course, also of some interest to management,
especially when it is confronted with problems like
high turnover rates.1
(3) FEELING STATES ON THE JOB
Related to, but separate from, personal goals
and social identity derived from the job are the
feeling states which people experience at work. Much
of the research interest in this subject has been
focused on the study of employee satisfaction on the
job.2
Employee satisfaction has been of interest not
only because of its intrinsic importance, but because
E. Mayo, and G. Lombard, Teamwork and Labor
Turnover in the Aircraft Industry of Southern California,
Business Research Studies, No.32. (Boston: Harvard
University, 1944.
I.C. Ross, and A. Zander, Need Satisfaction and
Employee Turnover, Personnel Psychology, 10(1957),327-338.
2R. Hoppock, Job Satisfactionand Row, Publishers, 1935). (New York: Harper
N. C. Morse, Satisfaction in the White Collar
Job, (Ann Arbor: Institute for Social Research, 1953).
F. Hertzberg, et al., Job Attitudes: Review of
Research and OPinion, (Pittsburgh: Psychological
Service of Pittsburgh, 1957).
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satisfaction or dissatisfaction has consequences for
such practical management problems as high absence
rates and turnover rates.'
Moreover, as some authors have pointed out, the
attention of many concerned with employees' feelings
about their jobs has tended to center on aspects of
the job extrinsic to the work itself i.e. on
satisfactions with pay, with benefits like pension and
vacation plans, with the physical environment, with
promotion chances, and with personal treatment by
supervisors. While these aspects of the job are all
important, the satisfactions and dissatisfactions
derived from the work itself pride in work accom-
H. Metzner, and F. C. Mann, Employee Attitudes
and Absences, Personnel Psychology, VI(1953), 467-485.
M. Patchen, Absence and Employee Feelings
about Fair Treatment, Personnel Psychology, 13, NO.3(Autumn, 1960), 349-360.
E. W. Noland, Attitudes and Industrial
Absenteeism: A Statistical Appraisal, American Socio-
logical Review, X(1945), 503-510.
2
D. Katz, and R. L. Kahn, Human Organization a
and Worker Motivation, Industrial Productivity, ed.L.
R. Tripp, (Madison, Wisc.: Industrial Relations
Research Association, 1951), pp. 146-171.
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plishment versus feelings of failure or of frustration
deserve more attention than they have received.
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CHAPTER TWO
SCOPE AND METHODOLOGY OF THE STUDY
SCOPE
In the present study, the writer does not attempt
to study all the possible goals of employees on the job.
The focus will be on individual's wish to accomplish
worthwhile things on the job. Personal goals on the
job, such as promotion and praise by superiors and co-
workers, will be considered as work accomplishment. As
to identification, the present study is interested in
individual graduate's perceptions and feelings concern-
ing their place in the organization that employs them.
In particular, the focus will be on the extent to which
graduates feel a sence of solidarity with other members,
especially the superiors, of the organization. Also,
attention will be paid to graduates' opportunities to
take up responsibility on the job.
Thus, the study is concerned with personal goals
(motivation),with identifications, and with feelings
19
on the job. Where graduates are not motivated, where
they feel no sense of solidarity with the enterprise,
and where they get no sense of pride from their work,
we may speak of them as not involved in their jobs.
In such situations, no purpose, nor loyalty, nor sense
of belonging will be inspired, and this will lead to
their detachment from their jobs. The primary
concern of the study is to discover those aspects of
the job situation, and those individual characteristics,
which affect job movement.
Of course, motivation, identification, and
feelings of pride do not necessarily vary together.
Given individuals, or groups of individuals, may
be relatively high on one and relatively low on
another of these characteristics. Thus the concept
of job mobility is viewed as merely a convenient label
to summarize several characteristics which make the
job unimportant, inconspicuous, and dissatisfying to
the individual.
The study included graduation classes of 1967,
1968, 1969, and 1970 of the University of Hong Kong with
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the exception of medical graduates. Medical graduateE
were excluded on the ground that they are trained to
be professional medical practitioners. Their pro-
fession, in the writer's personal view, does not lead
to business. The study thus included first-degree
graduates of Arts, Architecture, Science, Engineering,
and Social Sciences.
METHODOLOGY
In selecting a sample for the study, the writer
decided to use the 316 graduates who were recorded by
the Appointments Service of Hong Kong University as
being employed by business firms. As registration with
the Service is not compulsory, this does not include
all graduates of the four classes who are in the busi-
ness world. The writer believes this is the most
practical and effective way, for, firstly, to do a study
on all graduates of the four classes would be impossi-
ble, and secondly, a random sample of the whole popu-
lation may not yield a better result.
After the sample was decided, a mailed question-
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naire was prepared. With the help of Miss R. Hsu, the
Appointments Officer of Hong Kong University, names
and addresses of the graduates were obtained and a
total of 316 questionnaires were sent out in late
February.
The questionnaire1 contains three sections.
Part A is set to collect demographic data and the
graduates' pre-university work experience in business.
Part B is aimed at getting information about their
earlier fields of occupation and reasons for leaving
their jobs if such fields were other than commerce and
industry. Part C seeks for information concerning the
graduate's business career: number of jobs holding,
reasons for leaving earlier positions, monthly salary
and functional fields of earlier employments, line of
business of first employer, etc.
Of these 316 questionnaires, 236 did not reply
in time or gave only inadequate information. They car




Did not reply to correspondence 213
Correspondence returned undelivered 11
Questionnaire received too late 5
Questionnaire inadequately completed 4
Respondent did not work in business 3
236
A total of 80 graduates returned the question-
naire in an adequately completed form. This represents
a response rate of 25.3%. However, 26.9% would be the
more valid measure if the five late coming question-
naires were included.
EXHIBIT III, EXHIBIT IV, and EXHIBIT V(see
Appendix II for these exhibits and also the others
that follow) have been computed on the basis of 25.3%
to show the distribution of respondents. Percentages
are rounded off at one decimal place.
It has been found that a number of graduates
have difficulty in filling out Question 6 of Part C.
They have no idea of 'line' and 'staff'. This
23
question, as a result, has been omitted from the
computation.
DEFINITIONS
Some of the terms used in the present study are
defined as follows:
Job-holders
graduates who have not changed jobs
Job-changers
graauates of the classes of 1967, 1968, and 1969
who have held only two jobs
Job-hoppers
graduates of the classes of 1967, 1968, and 1969
who have held three or more positions, and also
the graduates of the class of 1970 who have held
two or more positions.
Number of jobs/Number of employers
both of these mean the total number of jobs having




- this refers to work experience in business of
graduates before their entering university
Mobility groups: Group'A', Group'B', and Group'C'
the writer has classified the respondents or
graduates by occupational mobility into three
groups:
A. Respondents who went into business immediately
after graduation and are staying in business
B, Respondents who went into non-business
occupations after graduation, but later moved
into and are staying in business
C. Respondents who went into business immediately
after graduation, but later left for positions
outside the business world
These three groups will be named as Group'A', Group'B',
and Group'C' respectively in the chapters that follow.




ANALYSIS OF FACTORS RELATING TO JOB MOBILITY
'1'ne purpose of this chapter is to bring to focus
the findings of this study, and to present a picture of
the various aspects of job mobility of graduates.
TURNOVER STATISTICS ON JOB MOBILITY
EXHIBIT VI shows the number of graduates from
each of the four classes in question who are currently
in their first, second, third, and fourth jobs.
Though the younger graduates have not had as long a time
to job-hop as their older colleagues, the percentage of
graduates from the classes of 1969 and 1970 who are
still with their first employers are less than the
percentages of graduates from the classes of 1967 and
1968 who have been staying on their first fob. The
percentages are as follows:
26
Percent of class now





This indicates that recent graduates have been changing
jobs more frequently than their seniors.
To countercheck on these findings, all four
classes are put on a comparable basis showing job-
change pattern of each class for stated periods after
graduation. As shown in EXHIBIT VII, 12.5%- 20.8%
of each class left their first employers within the
first year after graduation within the first two years
12.5%- 47.7% of each of the four classes had left
their first jobs and by the end of the third year,
33.2%- 62.0% of the classes had departed. These
percentages reflect marked difference between classes.
They are, however, not in a consistently rising trend,
but with larger and smaller percentages from year to
year.
Turnover percentages in the first year, however,
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indicate little difference between classes which, in
the writer's opinion, is due partly to the limitation
of time for graduates of each of the four years to move
They got only about six months to make any job change.
Within the second year, a great difference is witnessed
ranging from zero percent of the classes of 1967 and
1968 to 28.2% of the class of 1970. In the third year
after graduation, the highest turnover percentage is
of the class of 1968 and not that of 1970. On the
whole, within the first three years, graduates of the
last two years have been changing jobs more frequently.
There is, however, no consistent and significant
upward trend of mobility.
On the other hand, taking the column showing
percent of class now with second employer in EXHIBIT VI,
there is a growing trend toward holding two jobs.
This, however, is quite reasonable as the first job
may not be suitable to graduates who were inexperienced
at the time of job hunting.
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RATIONALE FOR JOB-HOPPING
What are the primary motivations behind a grad-
uate's decision to leave an employer?
Respondents were asked to indicate the influence
which each of the 16 possible reasons had on their
decision to move. The results, displayed in EXHIBIT
VIII, indicate that the major influences are what
graduates perceived to be inadequate salary growth,
limited advancement opportunities, and poor expectation
of substantial job responsibilities. Some 40% to 50%
of the graduates cited each of these three as a contri-
buting cause in their decisions to leave their first
jobs.
Furthermore, as graduates moved from the second
job to the third job, the influence of each reason for
leaving a job has changed somehow in relative import-
ance as shown in EXHIBIT IX, but that advancement,
responsibility, utilization, and salary are always
desired. However, when it comes to those who hold four
jobs, some new causes for leaving their third employers
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appear. EXHIBIT X indicates acceptance and recognition
by superior of new ideas and accomplishment are more
influential than salary and advancement. Moreover,
good physical working conditions and social prestige
offered by the job are also taken as important factors.
The implication is, then, that graduates make
their first moves in the hope of improving such job
characteristics as advancement, salary, responsibility
and utilization, and begin to settle down as they
become satisfied. By this time, the graduates' atten-
tion on the job has changed from an extrinsic levle to
an intrinsic level. Satisfaction with characteristics
which are extrinsic to the work itself is no longer
adequate.
In brief, the graduates make their first two
moves in pursuit of job characteristics which are
extrinsic to the work, and settle down as they are
satisfied. They then turn to achieve intrinsic satis-
faction in their work.
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OCCUPATIONAL MOBILITY
As defined in Chapter Two, there are three groups
of respondents classified on the basis of occupational
mobility, namely, Group'A', Group'B', and Group'C'.
The distribution of graduates among these three groups
is shown in EXHIBIT XI. Each of the last two groups
constitutes 8.8% of the total number of respondents.
Exhibits XIIa, XIIb, and XIIc have been drawn to
see whether there is any significant difference among
the three groups of graduates in such basic characteris-
tics as:
(a) year of graduation,
(b) subject fields,
(c) number of jobs holding, and
(d) previous work experience.
The findings are as follows:
(a) Year of graduation
As shown below, the majority of Group'B' and
Group'C' graduates come from the class of 1970, whereas
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it is not the case with Group'A'. The reasons behind
Percent of the group from the class
Group 1967 1968 1969 1970
A 18.0% 0 36.3% 36.4%9.2%
B 0 28.5 0 71.3
C 0 0 0 100.0
such a distribution is not known. In the writer's
personal opinion, this may be the result of several
causes. These causes, however, are responsible not
only for these two groups of graduates but also for all
graduates of the class of 1970. Referring back to
EXHIBIT VII, one will notice that the class of 1970
has the largest turnover percentage within the first
three years after graduation. Thus, the following
causes may apply to all:
1. Graduates were not well perpared before they
accept a job offer. It is either because
they cared less for what the job offered,
or they were not given adequate information
on the job. When they experienced frustration,
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or when they realized that the job did not
come up to their expectation, they quit.
2. Recently there are more opportunities open
for the graduates than there were in earl-
ier years.
3. Business offers better long-term prospects
and more challenge than other occupations.
This is the field that offers new exper-
iences.
(b) Subject fields
Most of the graduates of the groups 'B' and 'C'
come from Arts, Engineering, and Social Sciences facul-
ties, with Arts graduates constituting the largest
number while social sciences graduates the smallest.
There is, however, little significant difference in
the subject field distribution among the three groups.
(c) Number of jobs holding
When it comes to the number of jobs holding, the
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exhibits indicate that groups 'B' and 'C' hold at most
two jobs in business, whereas Group 'A' hold four at
the most. This, however, cannot be taken too serious
if we recall that the majority of Group'B' and Group'C'
graduates come from the class of 1970 and thus has
less time in business than Group'A'.
(d) Pre-university work experience in business
Graduates of groups 'B' and 'C' have, however,
a higher percentage of work experience in business
before entering university: 28.5% as against 16.7% in
Group'A'. This may have been an important factor
motivating occupational mobility.
RATIONALE FOR OCCUPATIONAL MOBILITY
Getting to know the motives of graduates in
turning from a non-business occupational field into
business would be interesting. EXHIBIT XIV has been
drawn to present the motives. 71.5% of the respondents
cited better prospects in business as the motivation
behind the change. Challenge and salary growth both
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rank second with 42.9% each.
These findings reveal that the graduates in this
group had no clear idea of the conditions of employment
and advancement opportunities in their earlier work as
compared to those in business before they accepted
their job offers. When later they discovered that these
were not up to their expectations, they moved a sign
of inadequate preparation. However, another reason for
this type of occupational mobility may be that the
graduates failed to get hold of a job in business
immediately after graduation. After gaining some work-
ing experience, they finally succeeded in locating a
position in business.
On the other hand, EXHIBIT XV indicates that
reasons cited by graduates for leaving business are of
no great difference with those cited for moving from
job to job within business. There is but one outstand-
ing reason further studies. More than half of the
graduates who left business were heading for further
studies. It happened that all these graduates are
fellow students of the writer in the Lingnan Institute
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of Business Administration. None of them is in the
field of business administration during undergraduate
study. Such a movement is well justified when the
motivation of strengthening their management ability
is taken into consideration.
MOBILITY SALARIES
On the whole, findings show that job-hopping
does not bring much higher salary than staying in the
first job. Exhibits XVIa-d, which have been computed
for each class, indicate the fact that it is not always
the case that job-hopping will bring higher salary.
This is well illustrated by the percentages of grad-
uates falling into the salary brackets from $2,000
and up:
Percent of graduates holding
Class OneSalary ($p. m.) Two Three Four
Job Jobs Jobs Job s
2,001- 2,500 0 25.0% 0% 0 0° 0
1967 2,501- 3,000 0 25. 0 0 0
3,000 over L00.0 n50.0 50.0
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2,001- 2,500 0 00 50.0
1968 2,501- 3,000 33.3 0 00
3,001 over 33.3 50.0 100.00
2,001- 2.500 37.5 10.0 16.6 0
1969 2,501- 3,000 25. 0 30.0 0 0
3,001 over 25. 0 40.0 66.6 0
2,001- 2,500 55.6 13.3 0 0
1970 2,501- 3,000 11.1 13.3 0 0
3,001 over 11.1 6.7 0 0
OTHER FACTORS
EXHIBIT XVII makes other independent comparisons
of our sample of graduates. The parallel figures for
job-holders and those holding more than one job are
slightly different in each case. Graduates who are
single have a higher turnover percentage than the mar-
ried. On the other hand, inexperienced graduates hold
shorter services than the experienced.
Age is, however, an negligible factor in mobi-
lity. It is found that the mean age of the one-job
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graduates is 26.3 years, while the mean age of job-
changers and job-hoppers together is 26.7 years. Age
in itself, therefore, does not guarantee either a higher
or a lower likelihood of longer services.
THE FEMALE GRADUATE
How does the female graduate compare with her
male counterpart with regard to background and career
potential? EXHIBIT XVIII suggests that the two are of
no great difference in many respects.
Some 90% of the female graduates surveyed(a
slightly smaller percentage than that for males) entered
business upon graduation. 60% of them remained single
up to five years after graduation, as compared with a
smaller number of 32.8% on the part of the male Graduate.
The majority of the female graduates in business
comes from arts and social sciences students, while
engineering and arts students form the largest part in
the male sector. And female graduates are less exper-
ienced.
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Perhaps most significant is the finding that
turnover among female graduates in the 6.1967-2.1973
period was not as high as turnover for males. This
finding indicate that the female graduates represent a
large source of responsible, committed workers.
TURNOVER BY INDUSTRY
EXHIBIT XIX shows turnover by industry for the
period of 6.1967-2.1973 for all graduates with the
exception of Group'B'. The companies least successful
in keeping the graduates were those in the fields of
advertising, hotel, import and export, retailing and
wholesaling, and architecture. Conversely, turnover
was less of a problem for airlines, construction indus-






This thesis was undertaken for the general
purpose of exploring motives and factors responsible
for mobility of Hong Kong University graduates. It is
hoped that this study will help to arouse general
interest in this field and develop a better understand-
ing of its various dimensions, which would eventually
lead to improved morale and increased efficiency among
graduates.
It was found by the writer that:
1. Turnover among graduates as a group has been increa-
sing in recent years.
2. 60% of all graduates hold more than one job, and
13. 8% hold three or more.
3. 40%- 50% of those who left their initial employer
cited each of the following as primary causes:
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inadequate salary growth, lack of advancement oppor-
tunities, and poor expectations for substantial job
responsibility.
4. Nearly three quarters of the graduates who moved
from other occupational fields into business cited
better prospects in business as the primary reason
for chance.
5. More than half of the graduates who moved out of
business are heading for further studies.
6. Job-hopping does not bring higher salary than stay-
ing in the first job.
7. Female graduates are less likely to change job than
their male counterparts.
8. Companies in the fields of advertising, architecture,
hotel, import and export, and retailing and whole-
saling have the highest turnover rate.
POSSIBLE WAYS TO REDUCE JOB MOBILITY OF UNIVERSITY GRADUATES
After presenting the major findings, it is time
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to suggest ways a company can do in the recruitment,
retention, and motivation of university Graduates.
(1) A closer look at EXHIBIT VII reveals this additional
information: a relatively large percentage of graduate
departures occurred during the first three years of
employment, with a particularly high turnover period
occurring in the months from July to December of the
first and the third year. This indicates that if the
graduates cannot leave their first employer in the
first six months of employment which is probably a pro-
bationary period, they shall stay for some two years
which is probably a training period.
From this fact it is concluded that the annual,
routine employee evaluations conducted by many compan-
ies come just after the critical junctures in the
graduate's career, so far as his inclination is con-
cerned. Accordingly, employers should consider insti-
tuting comprehensive evaluations including frank
discussion of problems and dissatisfactions at six-
month. intervals, rather than annually, during the first
three years of employment.
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(2) Recruiters should place special emphasis on the
opportunities their companies can offer the graduates
for advancement, responsibility, and the utilization
and development of their skills. Starting salaries,
while of secondary importance, should be competitive
and, as it is already noted, continued salary growth
(assuming successful performance) is particularly
important.
(3) Companies should be prepared to fulfill the pro-
mises they make in these areas, since most job-hopping
can be linked to a deterioration of faith in what
management had promised.
(4) For early detection of problems, as previously
suggested, companies should hold comprehensive employee
evaluations more frequently preferably every six
months during the initial years of employment. Such
reviews also remind the graduates of the company's
continuing interest in their progress a factor that
appears highly influential when a graduate decides to
accept a particular job offer.
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This strategy may prove particularly effective
for large companies, which are often thought to have
an environment that is not conducive to open communi-
cation and to have little interest in the employees as
an individual.
(5) In implementing these strategies, companies need a
better coordination of the recruitment, retention, and
motivation functions. In many companies these activi-
ties are pursued independently the frequent result
is that graduates leave when they find that the promises
made by recruiters are inconsistent with the realities
offered by manpower training personnel.
(6) The provision by the employer of a description of
the job and the conditions of service for which he
wishes to recruit a graduate, will help clarify his own
plan as well as giving the graduate invaluable informa-
tion to ponder. Good preparation before deciding on a
job offer would eliminate the possibilities to change
job.
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SUGGESTION FOR FUTURE STUDIES
Job mobility is a broad and complicated subject.
It encompasses a wide variety of life situations and
problem areas. The present research has been able to
cover only a very limited number of motives and factors
relating to job mobility of graduates of the University
of Hong Kong. The study is simple and brief. More
detailed studies on various dimensions of job mobility
of graduates, not only of the University of Hong Kong,
will be necessary in order to get a more thorough under-
standing of the problem. It is hoped that effective
methods can be derived to deal with the problem of
graduate job mobility in Hong Konq.
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3. Marital Status: single married
4. If married, please state year of marriage:
5. Year of graduation in H.K.U.:
1967 1968 1969 1970
6. First-degree obtained:
B.A B. ARCH. B. SC. B. SC. ENG. B.SOC. SC
Undergraduate major (s):
8. Did you work in business(commerce and industry)
before going into university?
noyes
PART B
1 a. Did you go into business immediately after your
graduation from Hona Kona University
noyes
b. If yes, please go directly to Question 2.
c. if no, what field
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C. If no, what field(s) of occupation were you in





d. The reason(s) you leave your earlier work and go
into business is:





e. When did you start working in business?
monthyear
2 a. Are you still working in business?
noyes
b. If "yes", please go directly to PART C





QUESTIONS IN THIS PART LOOK FOR INFORMATION CONCERNING
YOUR CAREER IN BUSINESS ONLY
1 a. Are you still staying with your first employer?
ves no
b. If yes, please go directly to Question 3.
c. If no, when did you leave your first, or second,
or third employer? (Please check and fill in '1'
to stand for the first employer, '2' for the
second, etc.)
JULY-DEC, 1967 JULY-DEC, 1970
JAN-JUNE, 1968 JAN-JUNE, 1971
JULY-DEC, 1968 JULY-DEC, 1971
JAN-JUNE, 1969 JAN-JUNE, 1972
JULY-DEC, 1969 JULY-DEC, 1972
JAN-JUNE, 1970 JAN-JUNE, 1973
2. What were the reasons for leaving your employer(s)?
(Please fill in 'l', '2', or '3' against the reason(s)
for leaving your first, second, or third employer, etc.
More than one number can be placed against each reason.)
Limited opportunity for promotion
Limited job responsibility
Underutilization of university training
Inadequate salary growth
Limited opportunity to develop functional skills




Unattractive physical working conditions
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Lack of social prestige
Lack of job security
Family influence/pressure
Others












4. Size of the company(ies) (by number of employees)
you have worked for is:







5. The functional field (s) of your work (S) is:









6. The nature of your position(s) is:




7. Your monthly salary for your position(s) is













DISTRIBUTION OF RESPONDENTS BY YEAR OF GRADUATION
Number of
Class Male Female Tota: respondents
1967 12.5% 2.5% 15.0% 12
1968 10.0 0 10. 0 8
1969 26. 3 3.8 30.1 24
1970 38.8 6. 3 45.1 36
All four classes 87.6 12.6 100.0 80
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EXHIBIT IV
DISTRIBUTION OF RESPONDENTS BY SUBJECT FIELD
Number of
Subject field MalE Female Total respondents
B.A. 22.5% 6.3% 28.8% 23
B.ARCH. 7. 5 1.3 8. 8 7
B.SC. 5. 0 0 5.0 4
B. SC. ENG. 46.3 0 4 6.: 37
B. SOC. SC. 6.3 5.0 11.3 9
All classes 87. 6 12.6 100.0 80
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EXHIBIT V
DISTRIBUTION OF RESPONDENTS BY MARITAL STATUS, WORK
EXPERIENCE, AND NUMBER OF JOBS HOLDING
Number of
Male Female Total respondents
Marital Status
Single 58.8% 7.5% 66.3% 53




Experienced 16.3% 1.3% 17.6' 14
Not experienced 71.3 11. 3 82.6 66
Number of jobs
holding
One 33.8% 6.3% 40.1% 32
Two 42.5 3.8 46.3 37
Three 7. 5 2.5 10.0 8
Four 3.8 0 3.8 3
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EXHIBIT VI
TURNOVER STATISTICS OF GRADUATES OF THE FOUR CLASSES
Percent of class now with.. Number of
First Second 11111 U Foruth respondentE
Class employer employer employer ?mployer (=100%)
1967 50.0% 33.4% 0% 16.6% 12
1968 50.0 37.5 0 12.5 8
1969 33.4 41 .6 25. 0 0 24
1970 38.9 55. 6 5. 6 0 36
All classes 40.0 46. 3 10.0 3. 8 80
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EXHIBIT VII
STATISTICS OF GRADUATES OF ALL FOUR CLASSES WHO LEAVE THEIR FIRST EMPLOYERS
WITHIN STATED PERIODS AFTER GRADUATION
1967 1968 1969 1970
Months Months Months Months














































































Inadequate salary growth 50.0%
Limited opportunity for promotion 47. 9
Limited job responsibility 41. 6
Underutilization of university training 22. 9
Limited opportunity to develop functional skills 16.7
Lack of social prestige 12.5
Incompatible co-workers 10.4
Accomplishment not recognized 8.3
Unattractive physical working conditions 8.3
Further studies 8.3
Lack of job security 6.2
Supervision unresponsive to new ideas 4.2
Undesirable geographical location 4.2
Start own business 2.1
Get tired of the work 2.1
Family influence
2.1
Number of respondents (=100%) 48
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EXHIBIT IX
REASONS GRADUATES CITED FOR LEAVING THEIR SECOND EMPLOYERS
Percent
Reason citing
Limited job responsibility 50.0%
37.5Inadequate salary growth
37. 5Limited opportunity for promotion
Underutilization of,university training 37. 5
Limited upportunity to develop functional skills 25.0
Lack of social prestige 25.0
Supervision unresponsive to new ideas 12.5
Accomplishment not recognized 12.5
Incompatible co-workers 12.5
Unattrative physical working conditions 12.5
Further studies 12.5
Lack of job security 12.5
Start own business 12.5
Number of respondents(=100%) 8
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EXHIBIT X




Supervision unresponsive to new ideas 66.6%
Accomplishment not recognized 66.6
Limited opportunity for promotion 33.3
Inadequate salary growth 33.3
Unattractive_ physical working conditions 33.3
Lack of social prestige 33.3
Number of respondents (=100%) 3
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EXHIBIT XI
DISTRIBUTION OF RESPONDENTS BY OCCUPATIONAL MOBILITY
Graduates who Male Female Total
Started in business, and stay 73.8% 8.8% 82.6%
in business
Started in other occupational
fields, but later moved into 7. 5 1.3 8.8
and stay in business
Started in business, but later 6.3 2.5 8. 8
moved out of business
70Number of respondents (=100%) 10 80
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EXHIBIT XIIa
YEAR OF GRADUATION, SUBJECT FIELD, NUMBER OF JOBS, AND
EXPERIENCE OF GRADUATES WHO STARTED IN BUSINESS AND STAY
IN BUSINESS (GROUP'A')
Number of
Male Female Total respondents
Year of graduation
1967 15.2% 3.0% 18.0% 12
1968 9.2 0 9.2 6
1969 31.8 4.5 36.3 24
1970 33.4 3. 0 36. 4 24
All classes 89.6 10. 5 L00.0 66
Subject field
B.A. 19.7% 7.6% 27.3% 18
B. ARCH. 9.2 1.5 10. 7 7
B. SC. 6.1 0 6.1 4
B. SC. ENG. 47. 0 0 47.0 31
B.SOC. SC. 7.6 1.5 9.1 6
Number of jobs
One 33.4 6.1 39.5 26
Two 44.0 3.0 47.0 31
Three 7. 6 1.5 9.1 6
Four 4.5 0 4.5 3
Previous experience
Experienced 16.7 0 16. 7 11
Not experienced 72.8 10.6 83. 4 55
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EXHIBIT XIIb
YEAR OF GRADUATION, SUBJECT FIELD, NUMBER OF JOBS, AND
EXPERIENCE OF GRADUATES WHO MOVED FROM OTHER FIELDS
INTO BUSINESS(GROUP'B')
Number of
Male Female Total respondents
Year of graduation
1967 0° 0 oc 0° 0 0
1968 28. 5 0 28. 5 2
1969 0 0 0 0
1970 57.1 14.2 71.3 5
All-- lasses 85.6 14.2 100.0 7
Subject field
B.A. 57.1% 0 0 57.1° 4
B. ARCH. 0 0 0 0
B. SC. 0 0 0 0
B. SC. ENG. 28. 5 0 0 2
B. SOC. SC. 0 14. 2 14. 2 1
Number of jobs
One 71.5% 14.2% 85.7% 6
Two n14.2 14.2 1
Previous experience
Experienced 28.5% 0 0 28.5% 2
Not experienced S7 -I 14. 2 71. 3 5
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EXHIBIT XIIc
YEAR OF GRADUATION, SUBJECT FIELD, NUMBER OF JOBS, AND
EXPERIENCE OF GRADUATES WHO MOVED TO POSITIONS OUTSIDE
THE BUSINESS WORLD (GROUP' C')
Number of
Male Female Total respondents
Year of graduation
1967 0% 0 0% 0 0 0
1968 0 0 0 0
1969 0 0 0 0
1970 71.5 28.5 L00.0 7
Subject field
B.A. 28.5% 0% 28.5% 2
B. ARCH. 0 0 0 0
B. SC. 0 0 0 0
B. SC. ENG. 42.9 0 42.9 3
B. SOC. SC. 0 28. 5 28. 5 2
Number of jobs
One 42.9% 14.2% 57.1% 4
Two 28.5 14.2 42.7 3
Previous experience
Experienced 14.2% 14.2% 28.4% 2
Not experienced 14.57.1 71.3 5
64
EXHIBIT XIII
DISTRIBUTION OF EARLIER WORK OF GRADUATES WHO MOVED
FROM OTHER FIELDS OF OCCUPATION INTO BUSINESS
Occupational field Percent
Teaching 42.9%




REASONS CITED BY GRADUATES FOR LEAVING EARLIER POSITIONS




Better prospect in business 71.5%
Not enough challenge 42.9
Inadequate salary growth 42. 9
Get tired with the work 14.2
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EXHIBIT XV





Further Studies 57. 1`-
Limited opportunity for promotion 42.9
Limited job responsibility 42.9
Inadequate salary growth 42.9
Underutilization of university training 42.9
Incompatible c0-workers 28.5
Supervision unresponsive to new ideas 14.2
Accomplishment not recognized 14.2
Unattractive physical working conditions 14.2
Lack of job security 14.2
Get tired of the work 14.2
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EXHIBIT XVIa
DISTRIBUTION OF SALARIES BY NUMBER OF JOBS HOLDING
BY THE GRADUATES OF CLASS 1967*
Percent of graduates holding
One Two Three Four
Salary ($p. m.) job jobs jobs jobs
1,000 below 0 0 0 0 0 00
1,001- 1,250 0 0 0 0
1,251- 1,500 0 0 0 0
1,501- 1,750 0 0 0 0
1,751- 2,000 0 0 0 0
2,001- 2,500 0 25.0 0 0
2,501- 3,000 0 25. 0 0 0
3,001 over 100.0 50.0 0 50.0
Not known 0 0 0 50.0
*This does not include graduates that fall in Group'B' 'CI
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EXHIBIT XVIb
DISTRIBUTION OF SALARIES BY NUMBER OF JOBS HOLDING
BY THE GRADUATES OF CLASS 1968*
Percent of graduates holding
One Two Three Four
Salary($ p.m.) job jobs jobs jobs
1,000 below 0%0 0 0%0 0 0
1,001- 1,250 0 0 0 0
1,251- 1,500 0 0 0 0
1,501- 1,750 0 0 0 0
1,751- 2,000 33.3 0 0 0
2,001- 2,500 0 50.0 0 0
2,501- 3,000 33. 3 0 0 0
3,001 over 33.3 50.0 0 100.0
Not known 0 0 0
*This does not include graduates that fall in Group'B' 'C'
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EXHIBIT XVIc
DISTRIBUTION OF SALARIES BY NUMBER OF JOBS HOLDING
BY THE GRADUATES OF CLASS 1969*
Percent of graduates holding
One Two Three Four
Salary($ p.m. job jobs jobs jobs
0%1,000 below 0 0 0 0 0 0 0
1,001- 1,250 0 0 16.6 0
1,251- 1,500 0 10.0 0 0
1,501- 1,750 12. 5 10.0 0 0
1,751- 2,000 0 0 0 0
2,001- 2,500 37.5 10.0 16.6 0
2,501- 3,000 25.0 30.0 0 0
3,001 over 25.0 40.0 66.6 0
Not known 0 0 0 0
*This does not include graduates that fall in Group'B' 'C'
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EXHIBIT XVId
DISTRIBUTION OF SALARIES BY NUMBER OF JOBS HOLDING BY
THE GRADUATES OF CLASS 1970*
Percent of graduates holding
One Two Three Four
Salary($ p.m.) job jobs jobs jobs
1,000 below 0% 0%0 0 0 a 0 0
1,001- 1,250 0 6.7 0 0
1,251- 1,500 0 20. 0 0 0
1,501- 1,750 11.1 26.7 0 0
1,751- 2,000 11.1 6.7 0 0
2,001- 2,500 55. 6 13.3 0 0
2,501- 3,000 11.1 13.3 0 0
3, 000 over 11. 1 6.7 0 0
Not known 0 6.7 0 0
*This does not include graduates that fall in Group'B' 'C'
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EXHIBIT XVII









Not experienced 62. 0
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EXHIBIT XVIII
BACKGROUND AND MOBILITY OF FEMALE GRADUATES
Female Male
Entered business after graduation 90.0% 91.3%



























*Groups 'B' 'C' are excluded from this item
73
EXHIBIT XIX













*Computed by dividing the total number of
respondents in each industry who left their first
employer by the total number who entered that indus-
try on their first employment and then multiplying
the quotient by 100%
6視 而 萌 去 志 。
（ 三 ） 任 何 一 間 公 司 均 應 將 招 募 及 訓 練 工 作 連 繫 起 來 ， 使
兩 者 不 至 脫 節 。 僱 員 常 因 公 司 組 織 不 健 全 而 產 生 受 騙 感 覺
， 落 至 離 職 他 去 。
5（ 七 ） 大 學 畢 業 生 在 下 列 行 業 中 的 工 作 流 動 率 較 在 其 他 行
業 中 為 高 ： 廣 告 、 劃 則 、 酒 店 、 出 入 口 、 百 貨 業 。
針 對 大 學 畢 業 生 之 工 作 流 動 情 形 ， 作 者 特 提 出 數 點 建
議 ， 作 為 減 低 流 動 率 之 對 策 ：
（ 一 ） 負 責 遴 選 應 徵 者 之 人 員 ， 應 將 其 機 構 之 升 職 、 職 權
及 人 材 培 養 等 方 面 的 機 會 ， 詳 細 告 知 應 徵 者 ， 同 時 ， 底 薪
亦 應 追 得 上 其 他 行 業 。
（ 二 ） 每 年 一 次 檢 討 僱 員 工 作 表 現 實 嫌 不 夠 ， 至 少 須 有 兩
次 或 以 上 。 因 此 舉 一 方 面 可 以 留 意 僱 員 的 表 現 ， 另 一 方 面
可 使 僱 員 了 解 其 工 作 進 度 備 受 注 意 ， 不 至 因 為 感 到 遭 受 忽
4（ 三 ） 百 份 之 肆 拾 至 百 份 之 伍 拾 的 畢 業 生 ， 曾 因 下 列 理 由 而 離
開 他 們 的 第 一 位 僱 主 ：
（ 甲 ） 薪 酬 之 遞 增 未 能 滿 意 。
（ 乙 ） 缺 乏 晉 升 機 會 。
（ 丙 ） 不 受 重 視 。
（ 四 ） 從 其 他 工 作 轉 入 工 商 行 業 的 大 學 生 ， 有 四 份 之 三 聲 稱 由
於 工 商 界 有 更 好 的 發 展 。
（ 五 ） 半 收 以 上 之 畢 業 生 為 求 繼 續 深 造 而 離 開 工 商 界 。
（ 六 ） 轉 職 次 數 多 之 畢 業 生 其 薪 酬 並 不 比 始 終 堅 守 第 一 次 工 作
者 為 高 。
3。
作 者 共 寄 出 叁 佰 壹 拾 陸 份 問 卷 ， 人 選 則 根 據 香 港 大 學
就 業 輔 導 處 之 記 錄 。 其 中 捌 拾 份 完 整 填 妥 寄 回 ， 佔 總 數 百
分 之 貳 拾 伍 點 叁 。
經 分 析 統 計 後 ， 獲 得 下 列 結 論 ：
（ 一 ） 整 體 來 說 ， 大 學 畢 業 生 的 工 作 流 動 數 字 ， 近 年 來 有 逐 漸
增 加 的 趨 勢 。
（ 二 ） 由 一 九 六 七 年 六 月 起 ， 至 一 九 七 三 年 二 月 止 ， 百 份 之 六
十 的 畢 業 生 曾 擔 任 過 至 少 兩 種 工 作 ， 而 百 份 之 拾 叁 點 捌
則 曾 擔 任 過 至 少 叁 種 工 作 。
2於 轉 換 職 業 。
為 了 尋 求 事 實 的 真 相 ， 作 者 特 於 本 年 二 月 ， 以 香 港 大
學 畢 業 生 為 對 象 ， 作 一 次 大 學 畢 業 生 工 作 流 動 情 況 的 調 查
研 究 。
此 次 調 查 的 對 象 為 一 九 六 七 年 、 六 八 年 、 六 九 年 及 七
○ 年 畢 業 的 學 生 ， 包 括 文 學 院 、 理 學 院 、 社 會 科 學 院 、 工
學 院 及 自 然 科 學 院 的 學 生 ， 且 祗 限 於 服 務 工 商 機 構 者 。 其
的 以 作 此 限 制 ， 原 因 是 作 者 鑒 於 大 學 畢 業 生 走 向 工 商 界 者
日 眾 ， 且 工 商 業 之 發 展 維 繫 整 個 香 港 社 會 之 發 展 。 上 述 大
學 生 之 工 作 態 度 ， 屬 於 工 商 業 的 問 題 ， 其 重 要 性 可 見 一 斑
1譚 錦 標
服 務 於 工 商 界 之 香 港 大 學 畢 業 生 （ 一 九 六 七 ｜ 一 九 七 ○ ）
工 作 流 動 情 況 之 研 究
在 很 多 香 港 人 的 心 目 中 ， 大 學 畢 業 生 被 視 為 天 之 驕 子
。 他 們 是 幸 福 的 一 群 ， 受 過 高 等 教 育 ， 有 特 殊 地 位 ， 受 人
重 視 ， 而 且 不 愁 工 作 ， 兼 領 取 高 薪 。
一 般 僱 主 對 大 學 生 的 工 作 態 度 ， 則 評 價 不 一 ， 有 褒 有
貶 。 很 多 僱 主 認 為 大 學 生 有 特 殊 才 能 ， 是 領 導 人 材 ， 對 所
服 務 的 機 構 會 有 很 大 的 貢 獻 ， 故 不 惜 以 高 薪 聘 任 。 但 另 一
方 面 ， 也 有 不 少 僱 主 批 評 大 學 生 好 高 騖 遠 ， 不 安 於 位 ， 輕


